
Department of Energy

AUG 2 7 2001CERTIFIED MAIL -
RETURN RECEIPT REQUESTED

Steinhart & FalconerATTN: 
Ms. Monica C. Hayde, Esq.

333 Market Street, 32nd Floor
San Francisco, CA 94105

Subject:

Freedom of Information Act Request -#2001-0K-31

Dear Ms. Hayde:

This is in response to your June 7, 2001, Freedom of Information
Act (FOIA) request for records regarding the Asian and Pacific-
Islander employees (APIs) from Lawrence Livermore National
Laboratory (LLNL), Lawrence Berkeley National Laboratory (LBNL),
the Stanford Linear Accelerator Center (SLAC), and the u.s.
Department of Energy (DOE) for the period January 1, 1990, until
the present.

We will provide you responsive documents from our Oakland
Operations Office of the DOE for certain requested items, and will
transfer your request to the Headquarters Office of the DOE in
Washington, D.C. for their search for responsive documents, which
they will provide you directly.

Your request is granted in part and denied in part.

Exemption 6 of the ForA (Title 5, United States Code, Section
552(b) (6)) protects from mandatory disclosure personnel, medical
files, and similar files, the disclosure of which would constitute
an unwarranted invasion of personal privacy. In applying Exemption
6, the Department considered (1) whether a significant privacy
interest would be invaded by disclosure of the information; (2)
whether release of the information would further the public
interest by shedding light on the operations or activities of the
Government; and (3) whether in balancing the private interests
against the public interest, disclosure would constitute a clearly
unwarranted invasion of privacy.

The names, addresses, e-mails, telephone numbers, birth dates, and
identifiers of lab, contractors, DOE employees, complainants, and
witnesses have been withheld to protect their privacy interests.

Oakland Operations Office

1301 Clay Street

Oakland, California 94612.5208



Ms. Hayde
Page 2

Disclosure of this information could subject these individuals to
unwanted communications and attention that could cause them
emotional distress. Moreover, the disclosure of this particular
information will not reveal any aspect of the operations or
activities of government.

Pursuant to 10 CFR Section 1004.1, DOE will make records available
which it is authorized to withhold under the FOrA, unless it is
determined that such disclosure is not in the public interest.
Disclosure of the information exempt pursuant to Exemption 6 is not
in the public interest since that interest does not outweigh the
invasion of personal privacy.

In addition, Exemption 5 exempts from mandatory disclosure "inter-
agency or intra-agency memorandums or letters which would not be
available by law to a party other than an agency in litigation with
the agency. .." Exemption 5 incorporates the attorney work-product
privilege which protects documents and other memoranda prepared by
an attorney in contemplation of litigation. It also incorporates
the attorney-client privilege which protects confidential
communications between an attorney and his client relating to a
legal matter for which the client has sought professional advice.

The documents have been drafted, carefully selected, and gathered
by staff attorneys in anticipation of litigation, and they reflect
their mental impressions. As such, they are protected from
disclosure under the attorney work-product privilege incorporated
in 5 U.S.C. 552(b) (5). The purpose of this privilege is to provide
a "zone of privacy' within which to think, plan, weigh facts andevidence, 

candidly evaluate a client's case, and prepare legaltheories.

The purpose of the attorney-client privilege is to assure clients
that communications to attorneys will be protected and thereby
encourage the clients to be completely open and honest when they
seek advice from counsel. While it usually protects a client's
disclosure to any attorney, the privilege also extends to an
attorney's opinions to a client based on those disclosures, and to
communications between attorneys which reflect client-suppliedinformation.

Pursuant to 10 CFR Section 1004.1, DOE will make records available
which it is authorized to withhold under the FOrA, unless it is
determined that such disclosure is not in the public interest.
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Disclosure of the information exempt pursuant to the attorney work-
product privilege incorporated in Exemption 5, is not in the public
interest since that interest does not outweigh the quality of trialpreparation. 

Disclosure of the information exempt pursuant to the
attorney-client privilege incorporated into Exemption 5 would not
be in the public interest since it could stifle open and frank
communications between the attorney and client.

Exemption 5 also grants an executive privilege that protects
advice, recommendations, and opinions which are part of the
deliberative, consultative, decision-making processes of
government. The ultimate purpose of this privilege is to prevent
injury to the quality of agency decisions. There are two draft
documents located in the files which were not publicly disseminated
and the correspondence is recommendatory in nature. Therefore, it
has been determined that this information is exempt from mandatory
public disclosure in its entirety.

Pursuant to 10 CFR Section 1004.7(b) (2), I am the
primarily responsible for the denial of information.

individual

The Freedom of Information Act regulations provide in Title 10,
Code of Federal Regulations, Section 1004.8(a) that an appeal may
be made from portions of this letter which constitute a denial to
your request. Such appeal must be made in writing, within 30 days
of receipt of the denial, to the Director, Office of Hearings and
Appeals, HG-l, Department of Energy, 1000 Independence Avenue,
S.W., Washington, D.C. 20585. Judicial review will thereafter be
available to you: (1) in the district in where you reside; (2)
where you have your principal place of business; (3) where the
Department's records are situated; or (4) in the District ofColumbia. 

The appeal should contain a concise statement of the
grounds upon which it is brought and a description of the reliefsought. 

Both the envelope and the letter must be clearly marked
"Freedom of Information Appeal."

We have considered your justification for a fee waiver, and have
waived the fees. However, each office makes its own determination
regarding fee charges.
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If you have any questions regarding the above, please callMs. 
RoseAnn Pelzner, FOrA Officer, at (510) 637-3195.

Martin J. Domagala
Deputy Manager

FOIA Authorizing Official

Enclosures
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Background1.1

-.
In the wake of alleged Chinese espionage at the Department of Energy's
major nuclear weapons laboratories, the potential for racial profiling against
Asian Pacific Americans (APA) increased at DOe laboratories and facilities
nationwide. In response. Energy Secretary Bill Rid1ardson established the
DOE Task Force Against Racial Profiling, headed by Deputy Secretary T.J.
Glauthier. The Task: Force is comprised of 19 senior Federal and contractor
employees from U1roughout tt1e country, induding Commissioner Yvonne
Lee, U.S. Commission on Civil Rights. [Task Force membership is provided

at Section 1.4.]

Fact.f1nding DelegatIons Fonned1.2

To assist the wo~ of u,e Task Force, Secretarf Richardson fom1ed a fad.
finding delegation to fonow.up on his assurance to APA employees at tt1e
three national nudear weapons la~ries "at u,e Depa~ent wi1l neither
commit nor tolerate racial profiling. Site visits were conducted at u,e

following labs on June 28-30, 1999:

Los Alamos National Laboratory, New Mexico;
Sandia National Laboratory, New Mexico and California; and

Lawrence Livermore, Carlfomia

The three-member delegation included two senior DOE Federal employees
and Commissioner Yvonne Lee.

In October and earty-November 1999. additional fad..finding delega~ns
visited ~e fol~ng facilities:

Oak Ridge National Laboratory, Tennessee:
Savannah RJver Site Fadlity, South Carofina;

Argonne National Laboratory I Ininois:
Bn:MJkhaven National Laboratory, New Jersey;
Stanford Linear Accelerator Center, California: and
Lawrence Livermore National Laboratory, California (a follow.up visit)

2
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1.3 Task Force Meetl;ngs

"

Trust-8uiJdfn~;;
Communications;
Leade~hip; ~Ind
Assessment.

.

.

1.4

John Browne Director, Los Alamos National Laboratory
Paul Robinson Director, Sandia National Laboratory
Bnrce Tarter Director, Lawrence ljvermore National Laboratory
Jim Turner Manager, Oakland Operations Office
y~ ,. Oo.a~ Acting Laboratory Director, Argonne National

Laboratory
Martha Krebs Directclr, Office of Science
Bob Gee ~sistant Secretary for Fossil Energy
Tom Gioconda Acting Assistant Secretary for Defense Programs
Ed Curran Director, Office Counterintelligencs

3
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Mary Anne Sullivan General Counsel
Joe Mahaley Director, Office of Security Affairs
James Lewis Director, Office of Economic Impact & Diversity
Poli ManT'lolejos Acting Director, Office of Civil Rights
Brooke Anderson Director, Office of Public Affairs
Tim Dirks Director, Office of Human Resources Development
John Robinson Office of the Secretary
Yvonne Lee Commissioner, U.S. Commission on Civil Rights
Tom Tamura Deputy Director, Office at Management and

Administration

1.5 Task Force Charter Provisions

1, To recommend to the Secretary steps tf1at tt1e Department should
take to ensure that man~gers and employees neither commit nor
tolerate racial profiling at the Department of Energy or at any of its
Laboratories and to prevent adverse disCl1minatory actions against
all employees.

2.

The Task Force's Initial plan will contain specific tasks and dates and
will be submitted to U'le Secretary in September 1999.

3. A final report of acxomplishments by the Lab Directors and
Headquarters staff will be presented to the Seaetary in November
1999. (This date was subsequently revised to January 2000.)

2.1 ObJectly..

Individual fad-finding delegations conducted ~eir reviews wi~ ~e objective
of gau,ertng relevant infomtation to assist in developing recommendations to
efimlnate and prevent racial profiling at DOE. The delegations sought to
identify and address cJear and obvious patterns of inappropriate activity.

do
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2.2 The Process: "Clear and Obvious Patterns: Hotspots at 3,000 Feet"

The delegation teams employed a process of fact-finding best characterized
by a pilots' metaphor: Viewing the scene from 3000 feet but being able to
observe "hotspots" (e.,g" reflections from windshields of vehicles and small
ponds). Using these "hotspots", the teams were able to establish "clear and
obl/ious patterns".

The teams utili:z.ed a variety of methods to gather relevant infom1auon,

induding:

Entrance and exit meetings with senior management officials:

Delegation members determined that these meetings were extremely
productive: Lab Directors appeared to be engaged in the process,
and it was clear that they had already taken 'significant steps to
ensure implementation of the Secretary's poncy.

AII.Hands Meetings 0Ji.. open fonlms for all employees):

DelegatiQn members noted that these sessions were generally we/\..
attended, and the discussions were both candid and revealing.

Small group meetings with employee representation groups
(i&Q., Asian Paclf1c Americans, Hispanics, African-Americans,
Native Americans):

Delegation members noted ~at these meetings allowed for input into
the process by individuals most directly affeded by the problems
being addressed.

One.on-one Interviews with employ...:

Delegation members determined that these interviews provided an
excellent source for specific examples of issues and concerns.

5
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3.1 General Observations
it

The following comments summarize general percepUons and opinions
gathered by the delegation teams during site visits. While no specific
opinions were universally held within all workforce units, ~e comments
provided herein represent a fair cross~section of perceptions presented to
the Task Force.

An atmosphere of distrust and suspicion was common and was
attributed to:

The media exploitation of the espionage and related
allegations, resulting in fears of profiling and discr;mination;
and
Managers and supeNisors. as well as co-wori<ers, questioning
the loyalty and patriotism of some employees based upon
racial factors.

Asian Pacific Americans employees cited a hostile work
environment, and speaJiated that tt\eir opportunities for promotions,
choice job assignments, and developmental b'aining have been
greatly reduced (~e 8glass ceiling effecr) as a result of tJ"Iis

atmosphere of disb1Jst and suspicion.

The heightened security posture aeated a perception of ambiguity
over ~e definition and ~abnent of bou, foreign nationals and
natu~lized U.S. dtizens, resulting in inaeased anxjety at all levels of
the wo(dorce. In addition. there was a percepaon of resulting "brain
drain8; 1.1.. ~e negative Impact on the OeparbT1enrs ability to reauit
and retain highly quarlfied employees from an ethnidly groups.

Effective communications lagged. While lab Oiredars and other
senior leadership embraced the Secretarj'S stated policies of non-
disaiminatJon and fairness. the delegations found tt'1at middle
management and 10wer-4evel su~rvisors were less ~nsistent and
energetic in embracing and implementing those porlcies.

6
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Counterintelligence efforts were perceived to target employees of
Chinese ethnicity. raising angst among APA employees.
(Subsequent to the June 1999 delegation visits, Ed Curran, DOE's
Director of Counterintelligence, directed the counterintelligence
community to wsensitize" their briefings, directives and policies, and
to eliminate even the appearance that any particular group of

employees was being targeted.)

Or

3.2 Site-Specific Observations

The following comments summarize site-specific perceptions and opinions
gathered by ~e delegation teams during site visits. Delegation members
were generally of the opinion that, while specific incidents and examples of
racial profiling may differ from site to site. the general concerns and issues
were virtually identical Department-wide. Accordingly, ~e "banner
headlines~ associated with each site {below] were applicable to all sites, in
varying degrees.

A. Los Alamos ,National Laboratory:
"Sins of Omission, Not Sin.. of Commission"

Employees at the three (3) national nudear weapons laboratories
alleged that middle managers and ~evet super\'isors were not fully
embracing u,e Secretarols policy. They cited not only what is said but
often what was not said. One Los Alamos National Laboratory
employee stated, for example, that she did not perceive overt
disaimination (implying that managers are too intelligent to engage in
such overt disaimination); instead, she stated that management
commi'tS .sins of omission. not sins of commls$io,,~.

A number of employees asserted ~at managers down ~e line have.
not been aggressive enough In reiterating and reinforcing their Lab
Diredors' Sb'ong support for U1e Secretary's policy. Employees also
asserted tt1at supervisors are not immediately sanctioning -and
hoidlng accountable -inalviduals who commit acts of racial profiling.

Co~ms were expressed by managers and employees alike over
~e ~rain drain- syndrome -~ belief that tt1e current cJimate will
result in an ~rerse impact on the Oeparmenfs reauiUnent and
retention of dN'erse employees.

7
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B. Sandia National Laboratory:
AM + 0T = AN: The "Ambiguity Leads to Anxiety" Syndrome

A number of employees at sites nationwide cited ambiguity in t),e
current working climate as giving rise to increased employee anxiety.
The delegation team developed a 'ormula~ to represent this
condition:

't

AM Ambiguity -unclear and confusing policies about security and
counterintelligence measures...

+ ~ Plus an ab'nosphere of zero tolerance -no room for mistakes.. 0
= AN Equals anxiety at aJllevels.

This syndron1e was ~mmon at all sites; however, the first delegation
was made keenly aware of ~e impact of tt1is syndrome on the
workforce at the tt1ree.nudearweapons laboratories.

Managers have been undear in providing guidance to lower level
managers and SUpeMsors regarding a range of topics, including
access to sensitive areas, escorting requirements, changes in hiring
practices, etc~. Lower level managers, in turn, pass on ~eir own
anxieties ~ even less clear (or more draconian) measures whid1
exacerbate ti18 syndrome. The team observed ~ DOE
Headquarters appeared to be at fault in disseminatir:tQ unclear and, in
some cases. conflicting guidance and answers to questions.

c. Lawrence Llvennore National Laboratory:
Why come 1... Why stay?: TIle "Brain Drain" Syndrome

The delegatk)n team noted a pattern of concern regarding what it
termed h ~n drain- syndrome. This syndrome has serious
imprlcations far beyond U'le efficacy of ~ laboratories ~emselves
and perils the ability of our nation to ~ntinue our world leadership in
advanced sdences and basic research.

~ile dear evidence is not avai1a~e, and probably will not be until
some passing of time, ~ere were many anecdotal indications that a
serious problem was quickjy developing. Many employees at ~e
sites visited tQd the delegation teams that they were asking
~emselves. ~y shaJld I stay?8J and Why should QU,ers want to
come7 Grave a)ncems were expressed by managers and
employees over the potential for a ruinous Impact upon recruitment
and retention, given ~e cun'entworXplaCe environment

8
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o. Oak Ridge National Laboratory:

"Heightened Security: III-Conceived and Rushed'

Asian Pacific Americans employees at all sites expressed angst over
the apparent disparate application of heightened security measures
implemented in tne wake of the situation at Los Alamos National
Laboratory, While employees generally understood and
acknowledged the need for change. they expressed serious concems
that some of the changes and implementation actions appeared to be
ill-.conceived and rushed, resulting in negative oonsequences. Cited
examples included:

At least one severe, adverse action (I~ of access to Oak
Ridge facilities) toward a Chinese Foreign National at Oat
Ridge National Laboratory 1 which many believed to be grossly
unfair. (Access was restored in December 1999. following a
review of the drcumstances.);

Officials making rema~ about APAs ~at were considered
Insensitive or offensive; and

New security polices and procedures tt'lat are viewed
(marJsgement and employees alike) as unnecessa~1
irrational, demeaning, and corrosive to scientific research.

At several sites, Asian Pacific Americans employees cited examples
to suggest that the security briefings assodated witf1 the DOE-wide
security'stand-down program contajned racially insensitive remarks
and repeatedly accused Chinese students and other Chinese
nationals of .stealing seaets. spying. and -exporting know1edge~ to
China. Management at several sites ackn~ged ij,at the briefings
could be viewed as insensitive and offensive and stated ~at they
have already taken steps to tenninate or revise the briefings.

E. Savannah RIver Site:
"The CatalyfJc ERect: But what About the Rest of Us?"

A variety of other employee representation groups ~., African
American, Hispanic. gayJ1esbian, women and disability} expressed
sympathy and solidarity witt1 the Asian Pacific Americans, They also
noted ~at they. t~, had long~standing problems and issues which
should not be forgotten -continued racism. tad( of communication,
minimal management accountability, pay inequity for minorities and

9
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women, and dispropofiionate representation of minorities and
women in management ranks. Several groups prepared speeches
and briefing material based on concerns they had registered months
or years before the delegation visits.

The delegations noted the concerns expressed by these groups and
cited the Task Force's objective of fo~ulating recommendations to
eliminate and prevent racial profiling. which results in adverse
discriminatory actions against any employee,

'I

F. Argonne National Laboratory:
"Why Us Too?"

Management and employees at ~e two science labs (Argonne and
Brookhaven) were vocal in expressing their concerns, confusion and
frustration over what they characterize as a "mjsmatch~ of u,e
enhanced security measures wiu, the nudear labs and sdence labs.
They asked why the same procedures were being applied to science
labs, where little (if any) of the work performed is dassified on a
national seCurity basis. They further questioned the relevance of tl1e
Security Stand Down Program to tl1e science tabs and expressed
both concern and disappointment over management's perceived lack
of responsiveness to tl1ese questions.

G. Brookhaven National Laboratory:
rlAtmosphere of Distrust and Suspicion Reaches l:'s"

The delegation team opined that extensive publicity in the wake of the
Los Alamos sit1Jation exacerbated prQblems and concerns, whi~
warrant specific actions on 1t1e part of management These were
grouped into three (3) categories:

Unfair and uneven application of existing rules and regulauons;
Inhospitable work environment for disUnd dasses of
employees; and
Impaired aNL reputation in u,e larger scienUfic community.

H. Stanford Linear Accelerator Cente~
"Bruaklng the Glass Ceiling and the Hostile Environment'

The major concern expressed by employees at Stanford Unear
Accelerator Center was the lack of minorities/diversity in
management ranks. (This concern was echoed -to varyjng degrees

10
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-by individuals at all of the sites visited by delegation teams.)
Comments ranged from, "Employees of color are in the lower ranks,
with no representation in management,U to ~Stanford Linear
Accelerator Center may meet the State and Federal SEO
requirements, but subtle racism is pervasive within the lab," The
issue of "disproportionate representationR was heard at all sites, and
defined within the context of a "hostire environment".

..

General Observations: Lab Directors are Actlon-Ortented/Heavlly
Engaged In Seeking Solutions

4.1

When the fact.finding delegation visited the three nudear weapons
laboratories in late..June, they discovered ~at the lab leadership was heavily
engaged in working on the problem of racial profiling. At the flrst Task
Force meeting on September 14, 1999. the Lab Directors reviewed
measures previously taken to alleviate or mitigate problems and discussed
Action 'Plans designed to address issues raised by the site visits of the

delegations.

Initiatives of the Lab Directors:4.2

The Task Force noted the fonowing initiatives (among ott'lers) utilized by tt1e

Lab Directors to address racial profiling issues:

Enhandng public ouU'each efforts with local community leaders and

the media;
Providing more frequent and targeted focus group meetings with

affected empk)yee groups;
Reissuing tt1e Secretary's policy statements regarding racial profiling;
Attempang to iden'tj'f'l specific offenders to deparunental policies
concerning racial profiling and taking appropriate cor'fecOve actions;
Oevefoping a p/Ooactive recruiting effort for qualified and essential
foreign nations, ~ereby aiding in retention efforts; and
Re-establishing diversity and sensitivity tt'aining requirements for

managers and employees.

{Updated Action Plans (as provided by the Lab Directors) are contained in

Appendix e.]

1
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5.1 National Asian Pacific American Community Leaders Participation

On several occasions, Seaetary Rid1ardSOn personaiJy met witt1

representatives from various national APA organizations to:

Reiterate his concerns regarding the continuing impact of the
espionage matter on U1e Asian Pacific American community and
employees; and
Assure the representatives that the Department will take all actions
necessary tc) eliminate prejudice within the DeparttT1ent.

Secretary Richardson invited tt"le Asian Pacific American leaders to observe
the work of the Task Force Against Racial Profiling. Several Asian Pacific
American leaders accepted his invitation. and actively participated in
additional fad-findir,g delegation visits and the Action Forum of the Task
Force. (See Sectior\ 6.0.) Participants induded:

Dr. Jeremy Wu Chairperson, Asian American Government Executive
Nett.'orX (AAGEN)

Ms. Daphne Kwok". Executive DiredOr I Organization of Chinese Americans
Dr. Carson Eoyang Program Chairperson. AAGEN
Ms. Jin-500k Lee Executive Director. Asian Pacific American Labor

Alliance
Ms. Aryani Ong Representing Karen Narasaki.Exec. Dlr.. National

AP A Legal Consortium
Or. Sumiye Okubo Past Chairperson. AAGEN
Ms. BeC l8Or9"Hong Board Member. AAGEN
Ms. Joanna Su ExeaJtive Director. Asian American Institute

5.2 Issues/Major Areas of Concern

Under the leadership of Dr. Jeremy Wu, tt1e National Asian Padflc American
Community Leaders group presented u,eir observa~ons and
recommendations at the Action Forum of the Task Force Against Racial

12
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The presentation of the National Asian Pacific American Community
leaders group focused on the following five (5) issues and major areas of
CQncem:

..

While the ernployees generally understand and acknowledge t.t1e
need for policy and procedural changes due to heightened security,
there are serious concerns that some of the changes seem to be ill.-
conceived and poorly targeted.

Communications:

Employees !~eneral/y believe that there have been inadequate
communlca1ions to inform employees -and especially APA
employees --about re,cent seaJrlty and worXplace changes and the
reasons for Ij,ose changes.

Hostile En~1ronment:

Asian Pacific: American employees generally believe u,at working
'condltio"s all DOE facilities c:auld be improved. They cite an
increase in il1Sensitive jokes and comments, perceived disparate
ueatment, a'~ overall sense of isolation leading to dlstnJst and
suspicion.

Concerns wt,re expressed 01ier U'\e perceived ~rain drain- syndrome
and ~e loss of an atmosphere of open~ and collaboration

adversely impacting scientific research.

Perception of a Glass Ceiling and Employment Barriers:

The perceivE!d general absence of APA and other minorities in the

management ranks -and in the decision..making process -is of
great concern. Employees express concern that available statistics

13
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show not only a disproportionate representation of minorities but an
unexplained, significant dedine in the number of APA managers in
the last few years.

5.3 Recommendations

The National APA Community Leaders group made a number of
recommendations, induding:~

Act immediately on individual cases and issues resulting fromchanges in security procedures; ,

Establish an inclusive review process for making Mure changes in
security procedures, with input and advice from local management
and employees:

Hold contractors accountable for establishing a perfom1ance plan
with performance goals and measures regarding human resource

management (reauiment. oUU'ead1, retention, promotion, training,
etc.). The plan should adhere to boU't tt1e letter and the spirit of the
Government .PelfDrman~ and Results Ad;

Reform basic operations relating to coordinam and collaboration
between Federal and conb'actcr management, EeO procedures, etc.;

Conduct a one-day ~ual employment opportunity and sensitivity
U'aining stand-.dQWn; and

Form indusive, open, local managernent-emploYe;e partnerships.

[See Appendix C for a copy of ~e full reJX)rt to d'\e Task Force, dated
November 18. 1999.]
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Background/1ssue Teams6.1..

At an Action Forum held November 16 -17,1999. at DOe Headquarters. the
Task Force considered observations from tt1e nine (9) site visits. [See
Section 1.2,] The objective of the Task Force was to develop
recommendations to ensure that managers and employees neither commit
nor tolerate racial profiling. This objective was addressed by dividing the
participants into the following Issue Teams:

Trust-Building: How do we ensure tl'\at the workplace
environment treats each person with dignity and

respect?

How do We effectively communicate DOE's
commi~ent to the values and principles which
support a positive workplace environment?

Communication:

How do we encourage, promote. and enforce
current policies and enective practices?

Leadership:

How do we know when we are successful in
canying out our policy against racial profiling?

Assessment

Action Fonlm Recommendations

Representatives from several nadonal Asian Pacific American oommunity
groups briefed Task Force members on their observations (several having
visited DOE sites as part of a fact-finding delegation team) and made
spedfic recommendatJons for the Task Force to consider. [See Section 5
for highrtghts; See Appendix C for full report.]

At u,e condusion of ~e Adion Forum, ~ese action recommendations were
proposed for inclusion in the final report of u,e Task Force:

15
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Trust-Building:

It

Acknowledge lessons-learned from the security crisis~
focusing on the unintended effects on the wor1<force;
Improve the vetting process ~" use of town meetings, focus
group sessions) In security matters prior to Field issuance;
Revisit and reissue DOE Core Values Statement, with
inclusion of a statement related to racial profiling ~., b'eating
all employees with dignity, fairness and respect);
Review new security procedures; abolish one-size-fits-a/l
approach to facilities; and J
Establish and publish baseline data on hiring and promotion of
minorities at labs.

Communication:

Create a website regarding DOE workplace environment;
publish results of w~place improvements in diversity
management;
Develop definitions and a glossary for such tem1S as
-diver'Sity" , udiversity managemenr and -racial profinng~.
drawing from pr;vate sector ~est practices- models:
Indude counterintelligence leadership in the development of
DOe policy so ~at ~ey are more -in ~ loop' for all
depa~ntat concerns, particularly wit! respect to human
resource management;
Addre.ss reauitment and retention problems ("'crain drain~
syndrome) through a lab oonsortlum; and
Maintain deliberate and open public accountability with
legitimate interest groups.

Leadership:

Hold ~ership accountable for building ttust and
canmunicating effectively;
Identify, communicate, and instianaJize val~ of u,e
organ,ization, and act accordingly: and
Hold managers, as wen as employees, accountable for ~eir
actions.

16
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Assessment:

Conduct a multi-year workplace satisfaction survey I including
management practices and diversity management, (Requires
collaboration betWeen the labs,);
Collect APA employment statistics to validate the nature of the
problem;
Conduct follow-up visits (Spring 2000); include Headquarters
work sites among those visited;
Require an organizational self-assessment based on "best
practices";
Develop a model to assess leadership effectiveness in
diversity management, utilizing peer and subordinate
evaluations (1.e.., benchmarKing for individuals); and
Consider establishing a blue ribbon panel based on best
practice models. Pair DOE facilities with nearest "best
practices" sites for mentoring and exchange of information
(i&., organizational benchmaoong)

7.1 Site Visits

Task Force members ~nducted -best pracdces- site..;sits at ~e following
companies:

.

.
Fannie Mae -Distrid of Columbia:
Marriott Corporation -Bethesda. Maryiand;
Freddie Mac -Tyson's Comer. VIrginia:
Union Bank -San Francisco, California

-n,. purpose of ~esEl visits was to learn how some of ~e M50 Best
Companies8 (as identifled in a recent publi~tion) handled issues related to
diversit')i management and radal profiling.

17
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7.2 Highlights

Common themes or highlights arose from "best practices. site visits. Some
such theme/obseNations reported by Task Force members include:

Conducting mandatory training for the workforce, with special
seminars In effective diversity management for top
management, based on business lines, products and services:..

This was a consistent finding at all -best practices" sites. Docking a
department $1.000 if a senior member missed training stood out as a
feature at one site. It was also u,e case that training was of an
extremely high quality and was based on business results, products
and services"

Pre-screening of new management hires ~., Instituting entry
control1n hiring and promotion) to ensure competency and
proficiency In diversity management:

This was done boU1 formally and infon'T'ally at g,e highest ranks of
company leadership to minimize ~e chance of admitting ill-equipped
or insensitive leaders. Pre-screening recognizes the high cost of
hiring/promoting individuals who are not proficient in diversity
management, and U1e low probability of reforming u,ose individuals.

",

L1nklng effective diversity management to pay Increases and

bonuses:

This was done consistenUy as a percentage of annual bonuses. but
only for u,~ at ~e top tier I and only in some organizations. The
impact was expected to cascade down to middle management and
lower levels. .

Conducting multl-y.ar workplace a ment survey. and/or

.ampllng:

AIuo,ough highly recommended. this pi'actice was not always
perfOnT1ed in a ~nsistent manner. When done correctly, sua,
SUNeys are expensive and time ~nsuming. It was suggested ~t
outside a)nsultants conduct sud'1 surveys. A muJti-year assessment
is recommended to assist in identifying trends and to aid in

measuring success (or lack thereof).

18
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Aggressively seeking advice and innovative ideas from inside
and outside the organization on a regular basis:

The Task Force noted that human resource and diversity executives
within "best praCtices" organizations routinely participate in national
fol\Jms and maintain extensive personal networKs. Each organization
also expressed a willingness to render assistance to Government
agencies seeking their counsel...

8.1 Background

The action r~mmendations In this section originated from a number of
sources. including: extensive input from DOE Federal and contractor
employees: suggestjons from national Asian Pacific American community
leaders; ideas from '"best practices- site visits; and suggestions from
members of the Task Force.

As Task Force members began to classify, ~en analyze ~eir observab:ons
and insights. ~e following four categories emerged as discrete
organizational areas for consideration and action:

Leadership;
TnJSt-Building;
Communication; and
.A-.s-~cmenl

The action ~mendations herein are sU\Ict\Jred in a~rd.ance with these
categories. It should be noted U'1at these recommendations are not intended
to be alHndusive; instead, they represent a starting point for improvement.
As these recommenj~aUons are implemented. tt1ey should be subject to
ongoing revision. based upon a continuous process of self.assessment.

19
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These action recommendations apply to federal and contractor managers
and employees nationwide.

8.2 Leadership

It is imperative that those with greatest authority use it to alleviate fears,
model appropriate behavior, and provide positive and negative incentives to
guide excellent diversity management and prevent racial profiling. At each
site where the top leader let his or her personal commitment be seen I heard
and experienced first hand, the positive results were observable. This
leadership role cannot be delegated to even the most able of subordinates,

..

Leadership Recommendation L 1:

Issue a letter from the Secretary to all Federal and contractor employees
whid1:

Reiterates the Secretary's policy against racial profiling -that the
Department..,.;1\ neither commit nor tolerate any racial profiling (re-
issued most recently on December 13. 1999);

Acknowledges tI'1at in the urgency to heighten our security and
enhance our procedures:

some of the course materials used during the security
awareness stand-down were outdated and not suffidently
Msensitized- and. U'lerefQ!e. may have inappropriately targeted
a certain group of employees: and
changes to security procedures were not adequately
comrnunicated. in some cases.

Summarizes U"Ie steps that have already been taken. or are planned.
to address the racial profiling problem in the Department.

Additionally, COE should issue a similar letter from tt1e Seaetary (through
appropriate public affaif$ channels) to tt1e broader national Asian Pacific
Amen~n aJrnmunity.

RaUonale: Task Force members were su~rised to hear at several sites ~at
~is acknowledgment was snll necessary. Workecs stili want a reality c,J,eck.
It was commonly understood that tl'Ie media played a large part In

heightening sensib:vities and causing anxiety, yet boU'l community

20
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members and employees want to hear that the departmentalleade~hip recognizes
that the overall effect was hurtful and produced stress,

LeaderShip Recommendation L2:

Reform operations of the Office of Economic Impact and Diversity (ED) by:

~
Appointing a "National Ombudsman~. located at Headquarters. who
will continue the Department's worK in eliminating racial profiling,
monitor and review diversity management matters. and advise the
Department on improving systems for primarily addressing
contractor employees' concerns and resolving wor1<place disputes;

Requiring ombudsman functions at each DOe field activity;

Requiring Economic Impact and Diversity to collaborate with Field
contractor counterparts to improve wo~place complaint procedures
and improve confidence in these operations ~ in the Field and at
Headquarters. A combination of an ombudsman approach and the
traditional EEO activity is recommended; and

Advocating the use of alternative aaspute resolution tea,niques.

Rationale: The recent S8QJrity aisis provided a test of u-.ese systems. It
suggested sUongly that DOE conb'act provisions for dvil rights and diversity
management lack the specificity and assessment features necessary to

ensure effective"-ess. These functions can be improved by sharing "best
practices~ and by strengthening contract language.

Leadership Recommendatfon L3:

Assign responsibIlity to d\e DOE ExecuUve Steering Committee on Diversity
-in collaba'ation ~ the National Ombudsman -for monik)ring and
reviewing diversity and racial profiling issues for Federal and conb'actor
employees, following the sunset of tt1is Task Fo~.

Rationale: The work of continuing to monitor progress in these areas should
be tt1e function of a standing group. The Oeputy Seaetary chairs tt1e
Steering Committee. The Ombudsman should become a member of the
Executive Steering Committee.
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Leadership Recommendation L4:

Improve leadership accountability for Federal executives and managers by
developing a model to assess effectiveness in diversity management. The
model should seek employee feedback and assessment of results,
Additionally, perfom1ance in this area should be linked to promotion,
bonuses, and hiring.

Rationale: Although current performance standards indude general
references to human resource practices and EEO goals. the link to bonuses.
promotion, and hiring should be universal and applied with consistency.
Priorities within the workplace are most strongly influenced by leadership
behaviors and attitudes. A reliable leadership model will provide bench
marking for individual leaders and a visible way to assess accoun--ability.
This recommendation emulates ~best practices" findings.

Leadership Recommendation L5:

Develop conb'act language, which ensures fair and meaningful assessme~t
of EEO activity by conb'adOrs. The Oepament should take steps to hold

Management and, Operating (M&O), Management and Integration (M&I)
contractors, and laboratory fadrlties 8Ca)Untable for human resource

management (recruib11ent, OUb'ead1, hiring, retention, promotions, training,
etc.), by requiring ~a1 ~y Include relevant perfOlmance goals ard
measures'in tt1eir sttategic plans, in accOrdance with tt1e letter and spirit of
the Government Performance and Results ACt. To sup~rt ~is objective,
contractors should ~nduct regular -quality of woft rlfe~ surveys in measuring

employee opinions and attitudes. (See Sedion 8.5.]

Further. con~ctors should routinely publicize to their employees relevant
employment statistics and related Information, whid-, demonsntes progress
toward S'b'ategic goals and make available =pies of aud"1ts and reviews
conducted by tt1e Depament of Labor's Offtce of Federal Connct
Comptian~ Prt)grams. [See Section 8.4.] Connctor performance in this
area should be "nked to perlOnT1ance fees and should be utilized as part of
an overall ~~ment of past performance for a variety of conU'act
management pu~s ~. exerdsing options, ~nduding evaluations for
future awards. etc.).

Rationale: See Leadership Recommendation L3. above.
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Leadership Recommendation L6:

Establish a team to promptly address any outstanding individual cases
regarding security practices. This team would report to the Deputy .

Secretary on a regular basis.

Rationale: Several such cases were presented to the Task Force and were
resolved by a similar method. For U1e individuals involved. an outstanding
security issue constiMes a personal crisis. DOe should provide a high
profile and efficient Imethod for timely resolution of these matters. This
should indude examination and response to concerns invoMng security
practices andJor perceptions of unwsn-anted delays,

Leadership Recommendation L7:

Conduct an EEO/diversity stand-down, similar to the approach utili~ed for
the Security Awareness stand-down (while ~odifying tt1e specific method
and duration, as appropriate). In conducting an EEO/dlversity stand-down,
care should be taken to avoid duplication of efforts and initiatives already
undertaken by MlOs, M/1s and laboratories (in town meetings, etc.).

'Rationale: EEO/diveirsity is aitical to ~e success of the Department. A
stand-down not only provides an opportunity for universal dissemination of
consistent infon'naticln, but also makes dear ~e importance which ~e
Secretary places on this issue.

leadership Recommendation La:

Ensure d1at an indus.ve review process Is ublized for making Mure security
changes. v.;tt1 input and advi~ from line mana~ent. empfoyees, and
human resource professionals. The ament Field Management Council
process, whim was esta~ished In April 1999. should be utilized to ensure
proper COa'dlnation and oollaboration between appropriate staff offices.

Rationale: Clearty. mu~ of ~e anxiety generated by sudden security
~ure d'1anges might have been prevented by ~ulting wi~
appropriate Headquctrters and Field activity staff. .AJU'\Qugh ~e urgency
caused by ~e recen1: SeaJr1ty a"lsis might not have been preventable, DOE
can ensure ~at future crises are better antidpated and managed.
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are the communities where DOE wor1<ers and their families live. IncJusion of
Asian Pacific American leaders as participant-observers was seen as
beneficial and positive by all who participated.

8.4 CommunicatIon

When good intentions went wrong in establishing b'ust, faulty communication
was the frequent culprit. From Lab Directors to employees, from executi'les
to front line managers, between lead offices within headquarters -there
were numerous examples.

'f

Communication Recommendation C1:

Require Federal, M/Os, MIls, and laboratory executives to issue annually and
in writing diversity policy statements and publish them in a universal manner
to coincide with perfomtance appraisal cycles. Require discussion of these
policies at perfom'lsnce appraisal review sessions. Develop a set of
definitions and a glossary for diversity, pluralism. racial profiling, etc. based
on private sedor rrlodels. .

Rationalt: Employees complained ~at policies were not shared wiU'1 100%
of the workforce 100% of the time. The lad< of agreed-upon teminology
was confusing to Task Force members and those Who communicated with
the T~ Fo~. AC'.cordingly, unifonn and consistent terminology and
definitions should be established, as appropriate to U'le Department's
wori<place. S~ an effort will help to guide and focus our mntinuing
corporate di~urse.

Communication RecommendatIon C2:

Consider aeating ia Doe web-site on ~place improvements, and
publishing progress reports on Improvements in diversity management, to
indude human resaJ~ management data. [See Trust-Building
Recommendation T2.]

Rationalg: Existing ted1no1~ can be utilized at minimal oost to inf~ ~e
wortforte of d\ang'B$ made on U1eir behalf and in their interest.

Communication Recommendation C3:

Form appropriate consortiums to plan for -and to combat -the rea'\Jitment
and retention problems being experienced u,roughout DOe laboratory
facilities (the "brain drain~ syndrome), (The three nudear
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8.3 Trust-Building

Undenying many of the complaints and criticisms which Task Force
members heard was a simple but pervasive distrust in ~at had been said,
published or announced, a general suspidon of the motives of those in
a~ority, and an uneasiness about U'.e integrity of our management and
leadership, Thougl' not common to all site visits, the number of employees
who expressed discomfort speaking at open meetings was surprising. Task
Force members were told on more than one occasion that they were,
themselves, \Yitting or unwitting tools betng used in a dubious pnxess".
Trust will be enhanced through improvements to Leadership [Section 8.2],
Communication (Section 8.4], and Assessment [Section 8.5]: however, the
following recommendations may also yield significant gains in trust-building:

TnJst-Bulldlng Recommendation T1:

Review security procedures to ensure that they do not take a .one-size-tits-
air approad'1 for all sites.

Rationale: In~ation gathered by tt1e Task Force indicates tt1at a single
policy or practice may not be appropriate for unifom1 implementation at all
sites, and ~at flexibility is a key to sua:ess (This matter has been under
review for some timlB by u,e Office of SeaJr;ty Affairs, and appropriate
changes have been made or are pending.)

TNst-Bulldlng. Recommendation 12:

Publish baseline hu",an resources management data on hiring, promotions,
and diversity represlentation by grades, 'Mtt1 respect to al~ Federal and
=nb'actor employ~.

Rationale~ This is art area wt1ere u,ere is great suspidon. defensiveness.
and m8rXed differences of opinions. Public a<XeSS to data would relieve ~e
debate of some of u,e rhetoric.

Truat-Bulldlng Recommend.on 13:

Include Asian Paalic American leaders and representatives of other minority
groups in future wori(pface assessments.

Rationale: ~ough t1e public accountability of Government is inherent in
our standard evaluation and review pr~~s, consultation with local
community leaders during si1e visits was exv-etnely valuable, because these
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weapons labs have already been heavily engaged In such an effort through a
formal TrieLab committee arrangement.)

Rationale: There is much to be gained. and savings to be realized, ttlrougn a
formal alliance utilizing effective communication.

Communication Recommendation C4:
~

Improve training for t!t1e DOe Federal and contractor workforce in effective
diversity management, with special seminars for executives. The Office of
Economic Impact and Diversity, in collaboration wiU1 Heads of Headquarters
and Field Elements, Should ensure that all Federal and contractor
employees undergo I"andatory training on equal employment opportunity
and interpersonal sensitivity. Also, site managers should conduct periodic
focus group meetings to discuss employee diversity issues, including racial

profiling.

Rationale: This was the most consistent asped of EEO/diversity programs
at "best-practices. organiza~ons. Good organizations plan for -and train for
-their real priorities. They recognize the high value and influence of those
wi~ greatest auu,ority and responsibility.

8.5 Ass.ssment

How do we know when we are successful in ~~ng out policies against
racial profiling? How much Is enough? Can we be inooJlated against
stt'ongly held -but unsubstantiated -opinions and beliefs? Can we
honestly appraise our progress toward goals without defensiveness and
metoric? Effective tools for assessment in the area of d"lVersity management
were virtually non-existenl Tracking hiring staijsti~ \\i~ measuring other
critical variables generated more heat than light in 1\, discussion of access
and promotion.

A ment Recommendation A 1 :

Conduct follow-up fact-finding visi1S in Spring 2000 to a~~ whe~er
management has suC'assfully ~rTied out its policy against racial profiling;
look for Innovations, and provide feedback and suggestions for improvement
to Federal and conuactot wo~ force management.

Rationale: Employees expressed a desire to have regular visitations for
workplace assessments. Lab leadership also found the feedback helpful in
many cases. Follow-up visits would allow the Depar'ttT1ent to ensure that the
policy against radal profiling is being effectively implemented nationwide.

26



JUL. 

17.2001 8:41AM DOE/LLNL/IPLD NO. 375 P.32

Assessment Recommendation A2:

Monitor. track and follow-up on pertinent data with respect to representation
of minorities, women, and underrepresented groups in the Federal and
contractor workforce.

Rationale: The DOE Office of Economic Impact and Diversity is the
appropriate Headquarters Office to assume oversight responsibility for this
task.

Assessment Recommendation A3:

Con dud a multi.year wort<place satisfaction evaluation survey; include topics
such as management practices and diversity management The suNey
should be repeated at given intervals ~., biannually). If costs are
prohibitive for a comlprehensive survey of all employees/conU'actors, utilize a

statistically signiflcant sample.

Rationafg: This is highly recommended by -best practices- organizations.
Some questions will vary from year to year, but others (sucJ1 as fairness in
~e workplace) should remain constant.

Assessment Recommendation M:

Require an organizational self-assessment based on Mbest practices..

Rationali: To oomplement U1e employee survey, ead1 DOe worXplace
should devei09 the rneans to assess their own deploymet:1t of resources and

techniques benchmclrked against the ~ practice&8 organizations. This
need not be a publIc examination. PubfiQ,tion of good results, however, may
be usefu.ln building tnJst wiu.. tt1e workforce, and in =mbaUng U'1e ~rain
drain8 syndrome.
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9.1 Conclusion

The conclusion of Task Force activities presents an opportunity to tt'1ank all
who contributed to this effon. Lab Directors and tl1eir staffs accommodated
visits, arranged meetings and compiled copious notes. APA leaders
accompanied site visit teams at their own expense. Task Force members
and their staffs provided the foundation ofttlis inquiry.

Although ttle recent security aisis was the catatyst for U'1is exercise, u,e
implications of u,e repor1 go far beyond that basis. The results of u,is effort
make clear U1at the necessity for security can fairly be balanced with respect
for the indi'fidual. Like all Federal agencies, the Cepartnent needs to Ublize
management techniques emphasjzjng indusian as wefl as efficie"GY. Good
diversity management is 9000 management

Many of the comments made about DOE could be made of most Federal
worXplaces -and have been. What Is dmetent now is ~ provision of tools
to improve. This report is neither an indiCUT1ent nor an absotution. It has
given us an honest workplace assessment, and provided some new tools
with whid\ to improvel, Furtt1er I it has provided the Department wi1t\ an
avenue to establish a plan to futfill its a)fnmitment to enhancing diversity
management and assuring equity and pluralism.

To quote Sir'Mnston Churd1ill. ~is is not d1e end. This is not ~e beginning
of u,e end. This is u,e end of ~ beginning,.

9.2 Contacts

If ~u have any questions or comments regarding tt1is report. please =ntact
!1e fQ~ng individuals:

J otW1 Robinea1
Senior Policy Advisor to ~e Secretary for W~...~~ Mattats
202-586-7700
Jol".n.Robinson@hq.doe.gov

Tom Tamura
Deputy Director
om~ of Management and Adminisustlan
202-58s..80 , a
Thomas T amura(o)ho .doe,Qov
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Appendix A

Meeting Objectives: Inform Task Force of Fact-Finding Delegation's findings
and slJggestions for actions/issues that the Task Force could
consider...

Date and T1me: 3:00.4:00 September 14, 1999

Location: Prcgrcam Review Center, (ForrestaI8E-O89)

Attendees: T,J. Glauthier, Deputy Secretary. Task Force Chair
Merna Hurd. Office of the Deputy Seaetary
John ~3rowne. Director, Los Alamos National Laboratory
Mi~a~el TNjillo, Office of Equal Employment Opportunity.
lANL
Ron Cochran. Lawrence Uvermore NL (representing Bruce
Tarter:~ .
Joan ~~oodard, Sandia NL (representing Paul Robinson)
Poli Mannolejos. Acting Director of Civil Rights
Jame!i Lewis, Director. Office of Economic Impact and
Diversiity
Tim Dirks, Director, Office of Human Resources Management
Mary j,nne Sullivan, General Co\U1seI
Bill Valdez. Office of Science (representing Martha Krebs)
Brookli Anderson. Director, Office of Public Affairs

Tom
Giocol,da) .; .
Bob Gee, Assistant Secretary for Fossil Energy
Yoon c:hang, Acting Laboratory Director. Argonne National
Laborcitory ,

John F~obinson I Office of d1e Seaetary

Yvonne Lee. U.S. Commission on Civil Rights
Tom T'amura, Deputy Director. Office of Management and
Administration

HandOuts: Briefing Book Tab F insect (Reports from Lab Directors)
Briefing Book Tab G inset1 (May 19.1999 Memorandum from
Secre1:ary Richardson on Asian Pacific American Concerns.
Prepalred remarks for Secretary Richardson Committee of
100 Nlaw York, NY April 3O, 1999)
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Meeting Agenda:
! Welcome and Purpose Statement (5-min) T.J. Glauthier. Chair
! Discuss proposed membership and chal1er (5.min) John Robinson
! Awareness briefing (10-min) Fact-Finding Delegation
! Brief report from Lab Directors (10.min) John Browne, Joan Woodard, Ron

Cochran
I Discuss suggested action items (1 o-min) Fact-Finding Delegation
! General discussions (15-min) All
! Summary and next steps 5-min) T: J. Glauthier

MA

-Meeting Next Stens/Action ItemsI Who J~h~t --~- I When -

---
Everyone I Formulate your views on the kinds of actions the

~a~.k Fo_rc_e sho~ld consider for the flnal re~ort
Collect Information on member's suggestions for
Task Force final report action Items and circulate
to everyone
Share with either Tom or John where you feel you
will be most useful re: suggested action Items and
Issues.
Arrange next Task Force meeting IncludIng when
and how
-
Coordinate follow-up visits to lab sites

°, ,

John
Robl "son
and Yvonne
Lee
Jim Turner I Supply Fortune Magazine Article re: 50 Best

Companies for Asians, Blacks, and Hispanics (July
19. 1999) to Task Force Members

John Share best practices with Poll Marmolejos
Browne .'.

Bob Gee I Help to coordinate meetings with outside groups
0 I and relat.dactlvltles --

Meeting Summary
I T .J. Grauthier opening remari(s:

! Review Task Force purpose -recommencing actions to tt1e
Seaetary that will help ensure that racial profiling does not occur
at U1e Deparonenl Task Force time frame is snort. The Task
Force will deal with the results of fact~finding delegadon visits to
labs, make additional visits and present recommendations to the
Secretary b~f the end of November.
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Lab visits had four major objectives (1) reiterate Secretary's
pledge of fairness. vigilance and equity in the DOE workplace. (2)
to record and report faithfully observations. focusing especially on
Asian employees, (3) seek recommendations for our agenda.
and (4) to aSSess leadership and management effectiveness in
dealing wiu, this situation. I was at two of the labs during the fad.
finding delegation's visits and I know personally that u,ere was a
lot of interest from lab employees.

I Mee~n9 today is not about Dr, Wen Ho Lee per se, but about
treating our employees with resped and dignity, and about finding
ways to prepare/avoid the next situation.

John Robinson discussed proposed char1er and membership
! Logic of the Task Force membership: this is an internal group:

and per1inent offices lend expertise, corporate approach.
I Substitutions are OK but they should be relevant people.

Info from Task Force can be shared but in ways that are helpful.
Because this is an intemalgrcup, we need to address how to
approach the CX>mmunity organizations.
We are a membership of 19, which Is enough to get some wo~
done. After meeting, detem1ine how best to maximize
conbibutions.
Looking at the charter: Taking Action Steps -what we do needs
to make a difference in ~e ways T.J. is talking about "To Ensure~
-there is a lot in the verb Mensure.~ It aJso says we win guard
against discrimination against AlL employees -result of
meetings was catalytic whld'\ is why we have assembled ~is
group to deal with all d1scimination, not just discrimination against
one group.
Our goal is to provide ~e Secretary a Work Plan by the end of
September that summarizes path forward.

! Tom Tamura presented .A.wareness Briefing on 'Findings from ~e Fact-finding
Delegation (See Tab C Briefing Book)

Lab Directors' Reports (See Tab F Briefing Book)

Los AJamos is focused on communication, engaging employees and
teaming with other labs to share best practices. LANL has also attempted to
separate diversity issues from affirmative action issues by creating two
organizations.
LLNL is fOOJsed on communicating and warXjng ~ ~e Asian a)mmunity to
identify ~uses of concern, meeting with focus groups, and woridng with I~I
newspapers.
Sandia has established an 18-point action plan, aM has involved groups to
further prioritize their acuons; whid'1 include eliminating ~e DiCe briefing,
getting information down to first level supervisors. and addressing Icx:al
citizen groups concetT\S.
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Item #1: Secretary's 5/19 memo -all ~ree labs have accomplished this.
Need additional focus on the "brain drain" issue in thetr Action Plans.
Item #2: Polygraph Program. Security Affairs and Counterintelligence are
participating in and Clrgani2ing briefings at HQ and in the field at employee
and management leltels. Counterintelligence teams are also briefing
reporters in the field on this and working with Public Affairs here at HQ.
Also, we are currentl:v in the comment period of the public rulemaking
process. Sandia rai!;ed the issue that people want to discuss "what if'
scenarios. General (:ounsel clarified that u,e comment period of the rule
making procsss is I~gally distinct from the resolution process. Once we
have a final rule we c:an have more briefing sessions to answer the "what if'
types of questions.
Item #3: Sensitive country identification on badges of foreign nationals -
required in unif~ slet badge requirements Security Affairs recommended
to ~e Secretary last ~vear (he aC(:epted the recommendation) and are
necessary for security personnel at the labs to do their jobs. Sandia has
submitted a request to tt'le DeparttT1ent to indude only wneu,er or not the
person is from a sen!~tive country and nc)t which country.
Item #4: Memo darifYing difference bet'i~n foreign national and
naturarlZed U.S. citiZE~n -this issue has t)88n dealt wi!t effectively by tt1e
Office of Counterinteilligence. (ReferenCl~ July 14, 1999 Seaetarial Memo
forNarding new DOe Policy/Notice on .Undassified Foreign Visits and
Assignrnents~. .
Item #5: Revisions tc) the Defensive InfOm1ation to Counter Espionage
(DICE) briefing were discussed. (Note: :Subsequent to ~e meeting, Ed
Curran advised ~at ~'e offensive DICE briefing will not be used in the future.)
Item # S: Follow-up ~~sits to labs endorsed by U1e Task Force. Members of
the Task Force will b4! asked to participate in the visits.

J~n Robinson revie'Jved briefly the SU~/ested Issues (Tab G), and
suggested that we should be governed tlY U1e following guiding principles:

,,
I

Balancing con,munication -face to face i$ important
Using best prclCtices
Rebuilding b'\J!st tl1rough participation
Finding ways 1:0 get feedback

! General DIscussIon

,
Yvonne Lee -we nSEtd to ensure communication PT~ is broadened
beyond leadership g~cups to all employees
R~er Lewis -involvE! other labs in this Cepartme~1 eWorts by sharing best
metj,odologies from ~)andia, LLNL and LANL.
Jim Tumer- re a Fol'tlJne 500 article on the Top 50 companies for Asians,
Blacks and HispaniCSi. Suggest we consider researching some of these
companies and find best practices that we can apply here. Some common
characteristics includE~d: opportunity to talk freely about feelings via
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extensive dialogue groups, diversity throughout management, no glass

ceiling.
Mary Anne Sullivan -allow surrogates to attend every meeting so they know
what's going on and can step in effectively
James Lewis. interested in what LANL is attempting to accomplish by
separating diversity and affirmative action -.to which John Brown and
Michael Trujillo replied tMat each is equally impor1ant but distinctively different
and having separate offices highlights each and gives each better definition
which leads to better understanding. LA.NL diversity groups and Lab Council
strongly endorse the concept and it seems to be wor1<ing so far.
Poli Marmolejos -would like John Browne to share best practices with his
office because many of these issues are systemic and not unique to the
Asian population. CiVil Rights would like to incorporate best practices into
their training on hostile worK environments.

Next Steps
I See table above
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Appendix B

Appendix B Is available by contacting:

.. John R.c'binson
Senior F'OIlC'i Advisor to the SElcretalY for- WorXforce Matters
202..sas..7700
John .Robinscn@hq.doe,goy

T~ Tarnura
Deputy Director .

Office of Management and Administration
202-58&-8010
Thomas, Tamura(d)hc.dcegc¥
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Cmon Eoyang, Program Chair, Asian American Govemment Executives NetWOrk
Daphne Kwok, Execubve ~r, Or'ganization of Chinese Americans

JOaDJJa Suo President, Asian American InStiune
Jeremy Wu, Chair, Asian American Government Executiv~ Network

WashingtOn; D.C.-
November 18, 1999

1. Background

"Racial JXO6ling" is generally IdefinM as wrongful and hurtful judgments ~ an indi'-idua! or
group of individuals based solely on their erlmicity or cola- of d1eir skins.

In the course of our nation's bjsory, Congress enaded the Cbin~ Exclusion Act in 1882 to
forbid the immigration of 01]:r1ese and other Asian 1aOOrers intO me United States for over 60
years, to be fonow~ by more d1an 20 ~ ofexacme ly low immi~on ~tas. D\mng me
Second World War, Americans of Japanese descent were uprooted and interned as d1eir
loyalty came under imense ~1piaon solely ~~ of d1eir ~ aId nanonal origin.

Time and again, Asian Pacific: Ameri~ (APAs) have been cast as me ~oat of
America's ~onomic, ~ polidC1l am oth« ills. In die words of actor and commlmity
ac~ George T akei, ,AP ~ a~ II Americanized forcigras" -a sa:gma dlat forever challenge;

our pa~ou.cm and loyalty w ~ om- St3lIding ~ li~ in the Amcr;can S(x;iecy.

In the wake of d1e Los AJanms allegations, b probity am paa~ of AP As are once again
qt:aUoned. The aQDmp~ crl saspiciCXllIKi di.mu« =ng~ facial profiling in tj]C
DepanmCUt ofEnal)' (OOE). b = Orb f=ierallovernment, aM cxbcr places of
employment. 'l'1Je c~-~ of 100, the 0rgaD'~ ofCbmcse Ammcans, the NattcmaJ
CaUM:il of Asian Pacific Amc~ b NatiCKJal Asi81 P-=ific ~~ Legal ~n~
the NaDoaaI Asian ~ Amabn Bar ~m, aDd many cxhs: AP A 0fgaz11zaDons have
voice.! -serious amcans Separazly and ~U=Wly. The C:~1'ti0ll of Asian PKific
Amabn Federal Employee (Aganmnons ~ a ~ paper ~ the potenba1
~ on cmploymcm OPIX'Jumiaes ~ dJe f=al goY~aI1 and recommmdai action
items f(X' d!C A~sttaD:m to ~ The sciendfic commtmity, ir2Cluding the prestigious
American ~CXl for d1e .~vancem= of ScienC& and the Amaan Physical ~=Y.
11&5 adopted ftmna1 JX)sitiom o,n nanonal set;Urity and sciaIafic ~ tiring r.bc need of
continuing scientific coIIaOOra!ia1 for our naEional derer. and decrjiDg any sack on sc1entists
because of their edmicity as foolish and destrucUve.

President Bill Clinwn and ~~j ofFnergy Bill Richardson ha~ ~y issued
statemen~ commending me major conaibutions of Asian Pacific American scientists and have

~ken swngly against racial profiling in the ~'orkp~. The Congressional Asian Pacific

Appendix CReport of Observations and Recommended Actions
to
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Caucus headed by Congressman Robert Underwood held a briefulg on the Impact of federal
investigations at the Department of Energy (DOE) National Lab:lratories on the Asian Pacific
American community on October 5. A bipartisan resolution SIX\nso~ by Congressmen
David Wu and Tom Campbell passed the House unanimously on November 2. It was
resolved that no member of Co~ or any other Amencan should geneta1izc or ~
the actions of an "mdi1fidual to an en~ group of people; that Americans of Asian ancestty are
entitled to all rightS and priviJeg~ atfotded to all Americans; and that the A~ General, the
SecretaIY of Energ.v I and the Commissioner of the Equal E~loymem OpportUnity
Commission should. within their I1:Spective jurisdi~ons. ..;gorouslyenforce me Sei:Urity of
.A.merlca's nationallaOOratOri~ aI1d investigate all allegations ofdi scrimiDation in public c:x
private workplaces.

AP A conununity leadm visited Secretary Ric~n and his sraff for the second ttme on
September 21, 1999, to express fJleir concerns about the fallout of the Los Alamos espionage
allegations and iG negative impactS on employees of Chinese and Asian descenL The
Seaewy rei1erGIed his continuing cotmni1ment against rGcial profiling and pl~ to "tIke all
actiom to root Out any activitie; that offered the sli~ hmt of prejudice." I>Jring the
meeting. the ~tary invited the AP A leaders to obselVe the work of d1e Task force
Against Ractal Profiling. The.~ A leaders ac~ the inviution in ~ appreciation of
the Seaetarls good {aim and o~~~ Four ormem visited 6 la]x)ratOri~ and sit5 during
me month of~~. This is a pre5entarion of their ObservmODS aJKf ~ended actions
to the Task Fo~.

z. Process aDd Procedures

Four (4) delegations including individual AP A 1eadeIs w=e f\ii:-ua1 by OOE to 'tisit 6
I3borawries and siteS at Lawrence Livem1ore, Stanford, ArgoDDe, Oak Ridge, SaOf'8nnah
River Site, and Brookhaven. Each delegation, inchxling ~ 2 to 4 DOE ~=~ and
one AP A leader, spent aboUt one day at each site.

The ~legaaons employed ~ ma-finding t=hniq\a at all sitcs in a variety of ~
It included ~~ a exit ~ wid11cxa1 mma~ ~ ~ ~~ wid!
employ~ am ~mity ~ '0( A8 dmca1I as wen as <:Ita aWnl aDd etfmic
background, a ~g open ~ telcviscd to an emp~ ~ priVate ~ wim
iMividuals «; m1all ~ am conversatj~~ dming bIeaks aIKi hua hours.

The head of ~ delegazioD! ~ted me p~ of n dekgations, inttab~ed the dclcgation
membczs, aM explaUlrd tbc ~ in ~ gI'Q.qJ u:~~ ParUCI8IJD ~ encouraged to
~ any ~~ of d1e dcJcptimJS during a1KI a:fta: ~ visiI; their e-mail ~ mi
phone nmnbeIs ~ madc available to d1C lcal emplo~.

Although whal may be ~ed in one day is l.Dnited. the visitS to d1ese Ia)xxamri~ pnxiuced
observarions of generally consiStent patt~.

2
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3. Issues and Concerns

Although rhe faa-finding del~tioffi clearly indicared that its purpose was not aOOUt the
individual case of Dr. Wen-Ho Lee, me topic was still consiS1ent1y and w1dersmndably brought
up at various sites. The commentS in reference to the overall ~ of his case on AP As are
included in this summary ~rt to the Task Force, while other connnencs specifically ab:>ut his
case arc duly nored by the delegations but not included in the ~

The other primary issues and concerns observed by the AP A leaders include:
or

3a. Advene impact of recent security changes. Vi11ile dle employ~ generally
understand and acknowledge the need for JX)licy and pI~ changes d~ fD heightened
security, mere ~ serious concerns that some of the chang~ ~ fD be ill-conceived and
rushed. As a result,

! Severa! individuals suffered ~ adverse ~Qns thai appear to be grossly unfair. The
unexplained denial of ac~ to the Oak Ridge Nadonal LaOOrarorj effecavely
~~~ ~ assignment of a Q1inese nattonal in July. An employee of Scum Asian
background at the Brookhaven Naaonal Laboratory also bad his idennty card
CODn~ tcmp)rari1y by me security pelD1ne1 while \'isiUng dJe ~ AJamcs
N at anal LaOO fa tory. F Q \D' pennan en[ Ie si dents 0 f ~ descent were a1 so
repottcdly rerminAtM ftom ti]eir post~ a..~agnmcnts at ~ Lawrence
Uvermorc Nanonal Lab)ratory. .

Some officials made remazks that ale con!idered iDSeDsia:w or offensive. Exampl~
inch¥k tt1e DICE ~'ainIDI Yidro. racially o~ joks, iD~ble COIrUnerI%S
~y made by a ~ ~E ~~niga2CC official. aM a ~ty staOO-
down in whi~ a CO\mIermrelli~ offi= ~~ ~ ~l~ StUdents ~
od1CI' CbDae nan~ for ~iag s=m aIx1 spying for om.

! There is ~cant am~ and aI1xiety a!xxa b 1u=t ~Jrity cbmges. So~
security IX'Jici~ aIKi ~~ w= viewed as 'm..r.-~~t irnrio~ ambig\KlUS,
~g. ~ ~TIoai-~ 10 scicoDfic ~~ on. ~~:iii ~ms itM:Juded, u
~Id1imitBi1O: ~ ..

Q h aced of m esaIt for employ= who wU on l~iA«ined proj~ to visit
1 DId aai:fied mas sa u the cafereria am ~ 1i1nty.

0 ~ ~in -ofqt:aioDS d1aI may be usai b TXJly~ tsJI1&
Q The 1Blcar meaning of differm1 badges in tams of ~ and ~om.
0 The """-'ins '* of sa:urity badges b ~ naDonaJs,
0 The ~.m= rqx1rting of mign ~ ~ consider3lion of die ~cal

lnni~-
0 The ~ and ~li~om to c_iiy colmQ'i~ as sensitive azd non-sensitive.

3
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! Unfair and uneven application of rules and regulations was retXJrted The amount of
time and complexity required for approval for ~ and clearance ~pe.ar to have
increased for foreign scienns~ of Chinese and Asian origin as well as for naCJIalized
cirizens compared to native-rom ciwns. Addittonal delays for AP As have also been
reported in the checking of identification, packages and bags.

Jb. Communications. Employ~ gen=aily believe that there has been ~te
communication to infonn d1e employees, ~y to AP A employees. a}x)ut recent
security and workplace changes and the ~ns for mcse changes.

..

/oJthoUgh d\e employees m aware of and 399la\Mi the Se=IaIy'S statementS and
~ves against racial pmtiling, they could not easily kaIe.tbc ~~~~ and
directives.

The Secretarls p3licies a~ I"dCW profiling could have been more prominently and
urgently ccm1mmicated to aU emPloy~

! Employees relieved mmagcnent did a In>r job d~~m~-: amcal se:urity
infom1aQon to me employ~

! 111= was Sa'Ong ~ on how to main~i'i a ammuni~ ~I after the
delegarion..;sit. The i1UerCS grew out of fear ofrePrisa I. a ~ed need to surface
issues. ~ an ~ce of fol1ow~ acUcn.

I

3e.' Hostile ea'riRDJDeuCo AP A employees ga:iaaJly ~Im EbaI worlcing
ccmditicms at dJe DOE faa1ities could mxi sio1Jd improw. 1M aUcgabOJ15 aid negarive
publicity of~ Loi A1amm situaDat have aarm«f\a'da'aKDJragcd a}x)St1e
en..wnmem of ~icioftand distt\s. The ~JainD ~ an increase in jok~ and
insensitive COmm=u5, k>ss of 0J'IX)rQmitics. in.t1i=0n. ofpsycmJogical pain. disparaIe
~em in adminl~C (~ as a'ave1) JX)ucy. am ovemU ~ of isolation
experi~ by AP A employca. Fm1hem1ale,

TbC%e is 00 clear and ~~ plan on b)w ~ implmm ~ ~7.1S ~ve
apiDsr racial profiling at dJC OOE tamccrics and.. Some czaployees believed
that mma~ m&~ could 1:e a Calm of discrDI1inmicm, IefcriDg tD the fa1m
or Jack ofagrS v~ 10 dcal po-&1ivcly wim b ~~~ of disuU\1 and
~icion. Some cited dJe 1Kk of even m idealificd I»mt of aXIIad in either kX2l
managemaa or DOE to raise and have ~ ~ a!X)14 ~ profiling addressed.

! APA emplo.vces aI¥1 Asian fomgn scieui6U ~ ~I~~~-:.::mg dx moSt disuabing
~ in d1eir walk cllmalC. Many believe dJaI va "NtIIk:mg aDd persoaal relations
wim U1eir colleagues and ~'Yisors have be.:ome ~ 1bc ~ angWsh of
some indi\ials m dle fK.e of this climate is especially~. Some do not even know
how to ~ properly \mder dle cirt\unstan~

There were serious concerns expressed that many AP As would be discouzagcd fiQm
seeldng employment OPJXlrumides with DOE as a ~t of ~ ~ionage alleganons.

4
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Several employees reported that their children or relatives have decided not to even
think aoout working at the DOE laboratories. Some AP As noted that they were
reluCtant to worX on classified projectS because of the attenQon such projeCtS would
bring to them and rheir offi~.

! Unsupported genera1i.zations and gross exaggerarions made by officials offended many
people, but AP As w~ particularly incensed and mghtaled by such publicly ~used
prejudice and ~hobia. \\11ile retractions have taken place in some instances when
general reacnOl1S ~ evident, there was not a public repudiation of the racially
offensive material or an. ~Iogy for publicizjng it it the fim place.

Fo~ign sciendStS find the ~ wotic climale to be oppres.sive aIxi less conducive to
~ and open colJa]x)Ia!:ion because of ~wly iI~ ~cUons on their acti'Yiti~ and
work re1aQonships. R~ an ~ is inconvmient to tbe foreign nalionals as weD
as the hosts; wearing a ~ badge is a ..;sible stigma dw funhc- contnoutes ~ suspicion
and ~ on bod! sides.

A1thou~ the delegacion meetings were SUPJK)Sed to be open to all employees, ~
wm repom that some employees w~ discouraged fl'Om or nOt informed 300m
meeang with the fact-fiJximg delegaliOD. There ~ ~~ d1at assignmems were
givm at d1C same rime to prcvent some employees from atteMiDg d1e del~ou
~. Many complained a~U£ the s}K)!t ~ of tbc ck:legation ~ as some
~vcd Darice only the day before the mceting.

3d. Impaired lcielntific reputatioD ~d leadenbJp.

The scienU.fic cmmnmity oonsidas OPCI- aM coDaiQoaliOQ to be ~~daJ for
~iemiftc ~ IIK1 p~ g&. If d1e scientific worlcing oo!!dinom continue to
deterior-are, d\C ~ and ~ mghBt regardl~ of naaonality will 00t consider me
OOE laOOrarori~ as the employer or collabonror of choia.

Should b ~uIabm ofdJe DOE 1a00nai~ be drmmisbcd in the eyr.s of~ larger
research ~Diuairj as an exciting. nmUBiDg, aM prtXilC've ~ that ~ world-
class scienbsa. die degmdalion oftbe quality ofraC8Zcb ~d be iDCYi1able.

E'ti~ of a "tniD drain" has ap~ at some of the Jamaxi~ ~ It is
estab&hed. ~ Kiemific rq)Utarion and l~dership for the DOE 1ab)rarories may take
many years to IeJmir widl ~~ble CQDSeq1~ on. b8.\ic ~h, iI.:~
~)y ~ ~ dc=itX'ittal of our Dationa1 security.

3e. Glast ceWDg md employment banien. ~ g1ass ceiling. dz ~ble
banier prevmting aft ~l~ or a group of employea ~ Khieving ~~ ~
and mo..;ng up~ in their car=r palhs. ~ ~ TO be a major cmp Ioyment
ban1er in the OOE ~cs. the general absence of AP A aDd oths' mimriri~ in
the management r3nks 3l1d d1e dcc~ion prtx:eSS ~ a noticeable void Available
stacistics show that there has been undcr-~tion and an \mexplaincd, sigrJiticant
d~line in the m:Imtxr of AP A managers in the ~ few years. The starisrics rend to

5
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SUpport the pervasive glass ceiling problem alleged by many APAs, ~ang cynicism
and diStruSt towm any plans that purponedly value diversity.

In face ofbom ~despread ambiguity and lower tolerance for misjudgmentS, some
managers may lnadvenently discriminate against AP As to avoid aiucism. hostile
attennon or discipline for aansgressing official or implicit Seturity e~ons. Fundjng
may be .wid1heid; promodons not approved; job offers not made; travel not authorized;
projeCtS discouraged; infonnaaon n« conveyed. all ~~ individual managers may
be un\\i11ing to take reasonable risks in a climare of xenophobic paranoia.

~

According to sra~cs available at the Oak Ridge National Labomtory and the
Savannah River Site, d1eIe has been a SO ~ drop in d1e number of APA managers
at both sites in d1e last few y~. APAs ~ rep~ in only 0.6% of me
management positions at these sites.

There was general lack of trust in d1e credl"bility and efIectiven~ of the EEO compIain1
pr\Xess and the divcmty pro~ th~ was also skepticism of what solutions the
T~k Force itselfmigbt be able to achieve.

There was no cviden= of a comistmt plan to ~ and retain employees of color.

! Many 1ong~1ding gri~ by AP A and odJer mimriaes a}x)m lack of equal
emplO)ment ~ities ~ durins me ~-fuKIing \isiu. A ~ of
romplaims arQmd lack of divmity in promoQ<X1S, senior management ~"ultments.
coUege ~em, car=' dcwlOJmJem. eavironmemal jus1ice. 1M CYa1 ~ U)
~or managemerlt wac iaim ~ were also ccxnpJamu ~ JI'C"-scl=on for
vacancies, biased salary sale, 1 ~on. and ~ employment barrim.

AP A employees comp~ that they ~rare1y 2ppointed u) scieod:fic peer ~ew
'tMJards. Inclusion in tbe peer review pI~ is aitical to iCCDgiil'1ion ~ advancement
in d1c scimtific COImntmity. W~ AP As ~ on peer review 1x8rds, they face
significant ~~ ha~ dW ~evah ~ alJd.IecogD i2Zd ~i.

AP A ~loy= said they 1M .re~ to apply for job ~ ~~~ they feel they
will Jd ~ xriously mDSidaM. Alrmugh these prcblmns bave exis1td for some Qme,
it is ~ ~ ~~ aCpre vailing ~cim and ~cc.

Sane mn-APA IDaDaga:s readily amxriaed that dxy WQJ}d IM)C hR foreign ~a1aL~
tttm s=siUve ~ ~ as 01DJa at d1is tDDe not ~I'-~ ofpej\¥tic=, but
b=I\Lce of dJe a=xtion ofundes irable and ~ ~on.

That AP As do ncx usually or are re~ tD complain ~ me lack of equal
employment ~mity ~ n<x ~ tt:cy lIe J¥:Jt ~~ ~~rion at the

workplace.

6
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! Eight ofd1e 22 ~tegic goals in the to-year sa'ateg]c plan for hwnan resourc~ at one
latx)ratOry refemd to "Valuing Diversity." There was strong language in the plan to
rOOt OUt tOkenism and improve the rep~ntarion of women, minorities, veterans. and
people ~th disabiliries to exceeding appropriate availability at aU levels. Ho~er,
AP A employees ~inted OUt that there had been few visib]e effol"S toward achieving
these goals and no measurable resul~ to show after 6 yem.

4.

Recommended Actions

'f
48. Department of Energy

! ACt on immediatc issues.
.0 Review and decide on identified indi\idual cases as described under secciOD 3a

and other ~ned indi-.idua! ~
0 Review and CK:t on identified issues ~ ~nt security changes.
0 Ensure that all mcially and cUmicaUy off=ive ~ ate elim]naIed nom all

security bri~ and training ~ons; educate producers of briefing5 and
infoIIDaIK1n.

0 ~ a publi, repudiation of the o~ mareria1s that w~ used in so:urity
StaDd-<to~ i1'K:luding an ~logy for IK]f. ~ing the ~ more
caIdu11y for conrem and tOne.

0 Enswe that all DOE ~Jicies, Task FOrte repJns, and the Seaet3f'/s
STarementS aDd =0 tol~ p;)Jicy a~ racial profiling ami other
discriminatOry pral:tices receive me widcst cira11atX1n dDousboUi DOE by e-
mail. DCWsleuers. !!!.~~ ux1 oda' ~m~ti~ ~~.

0 Crearc a' central and well publicii.cd 'ntez:m! or Inb2Det web sire to pJ~ the
tars infolmation for wide ~lo)'= ~. including employment S'taDstics
and pro~ 'm diversifyina the DOE aDd ccmtt3Ctor workfarte.

0 Examine ~resp:lnd to concerm ofi1K2 eased denials and delays in obtaining
visas, ~1rity c1car'lncCS, aM ~~~ ~-z~qhip.

I ESlabIish an ~ ~ Ia'tx:aS fcr makiDS fimD'C ~ changes widi iDP':I and
advice ~ kx:aI aDagmlaa am employea.

0 p mV"~ pahEaS ofa fiI1p amtr aiDiDI ~(!:!! to avoMi IaciallX'afiling
pr¥Qces by I f« cxamp~ ~ aud<l1 ~ -gkD1 ~ to ~~
~JritY ~ da fcx"Jsinl cm ~ "' t\\'O !!.!tt~~5.

.0 COOsidcr mJ establish marc sensiUvc ~11aDati~ inchKimg ~ ~ of axxIem
scamJiDg and ~ ~~ I to ~ ~~I' ~ I d1C "~ tag"
i~~ badge, aIxi relared ~ iSS\a.

0 ~lme amm~w, equimble ~~ UJ stren~ overall ~ without
iDhibidDg ~emific co~on or stmex)'ping any ~c c1a&S of emplo~
~~ ~ ~ ~~v ~ timdy di.-miDarial ofiDfOl1na!iQ1.
considerate of poccnCaI impact, ~lusivc of differClt employees, sensitivc to
elhnic and aU~ ~~~. am vigiJaDt against racial profiling.

.,
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Refo~ basic operations.
0 Examine m~ tcl jrnprove e~=t~ in ~ wid! and monitCril1g

contt-&ctOr ~tJns including emplO)'ment pr'aj:tj~ ~h, and EED
j~ clarify and resolve JX)cenaaJ differences bet\1,~ I~ security
contractOrs.

0 EStablish a more ~lennanent Sttucture to ~ the effortS of the fact-finding

delegations; COnd\lCt regular reviews to assess d1e me and level of
improvement resulting ftom d1ese iniaaaves.

0 Fmpower en;JJo~~ \J/ith mfcImatton ~ ~ emplo>'ment rightS and

complaint pI~:; designate a high-level ~ who d1e ~loyees can ttuSt
as a point of conract to ~ rQI proD:ling ~ tebJild ttle cred1"bility am
eW=ttvenas of d1e EEO and Diversity programs aM processes.

0 Establish cl~ and. c~ r=tAtirieDt and oun'eac:h ~ugi'amS.
0 Implement best ~~ incl\JdirJg dle use of om~ aM early confliCt

resoJuljcn.

4b. Laboratory Man8lemeat.

Respond rD unmcmare is.\1)~ .
0 AckIrcss I.mra.)lvecl indiYiduaJ ~ as idennfied 1D3da- StX:tjm 3a and od1er

~ited individIaJ C&.-.
0 lW.IC dmcly IIw1 fiaDk COImnLmi~ a 3fX)IOgf fa- any ~ of Iac1any

~ve ~ o~l15ive maraia~ or !=arb.
0 Asaa aup1o~ G~ any ~ tDWIrU d1eD' ~ciJDtion md voicing in

d1D ~.
0 Reita1Ie -Sca'ay's pJlicy of ~ tcICI3IXC ~ ~ profiling.

8
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0 Pro~de semiavity, cultUral, and diversity training; rm1ind security ~I to
apply procedures evenhandedly and take special care to explain the p~se
and justificacion for inquiring into indi-.idual ciman5tan~; clarifl the
djsUncrions 't.:tWeen foreign nationals and American ciO.zens in the app~carion of
pnxedures.

0 Oarify ThroughoUt the organizarion, the implementation of new security
p~edures ~garding physical access, foreign travel, badge contro~ and
infonnalion set"urity, Provide underlying explanations and ~ning.

Form inclusive, ~ l~ management-employee pam1erships.
0 ~ve effecaveness of two-way commwUcations ...,.jth employees and

comm\mid~; examine additional means to "unprove comm~ons with
employees.

0 Conttnue ~gular dialogue ~th employ= interest gro~ to solicit concerns and
suggestions fCX' improving wodcing coridiuons, ~1uding Ie\iew of IXnding
sa;urity chang~. Take follow-up don or provide explaIwions for non-action
to have closure on dle matteIS.

0 Involve employ= in the improvement of work conditions aM dle evaluanon of
management; strive for aggtesSive outteKh efforts with l<x:al under-sel"ed
ethnic and cu1Uttal groups to colW1t, oom_~cate, and rea1Dt.

9
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